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[bookmark: _Toc19572494]Abstract
There is an old saying that “Managing lawyers is like herding cats.” Lawyers are highly autonomous, and they share a lot of personality traits that distinguish them from ordinary people. Especially for talented lawyers, it’s very hard to manage and retain them. However, talented lawyers are keys for law firms to succeed in the crucial competitive legal service market under the Background of AI and Big Data. 
[bookmark: _Hlk19136298]At present, academic research on the retention of talents in law firms is relatively rare and not systematic. Therefore, the research question of this research is: how should the law firms in Jiujiang city retain talent under the Background of AI and Big Data?
The philosophy of this research is interpretivism with a subjective ontology and a constructive epistemology. The approach to theory development is inductive based on a qualitative study. The research strategy is a single case study on a typical law firm in Jiujiang. Semi-structured interviews, focus group interviews, and participant observation will be used to collect qualitative data, then the data will be analyzed systematically and skillfully.
This research aims to make a theoretical contribution to law firm talent retention theories. At the same time, the practical significance of this research is that it will provide useful approaches for law firms to retain talents in the context of AI and big data.

Keywords: talent retention, law firm, interpretivism, case study

[bookmark: _Toc19572495]1. Introduction
[bookmark: _Toc19572496]1.1 Research background 
For any organization, the most challenging job in today's competitive world is identifying, recruiting and retaining talent. The obvious fact is that talent retention is a strategic tool to ensure competitiveness and excellent business performance.(Oladapo, 2014) Talent retention is also very important for Chinese law firms. The Chinese lawyer system has only been restored for 40 years. The state-owned law firms initially monopolized the lawyer industry, and the lawyer industry just entered the marketization stage in the 1990s. Therefore, the development of China's lawyer industry is still at the primary level. And the management of many law firms is rather confusing, especially in the lack of experience in talent management, which leads to the particularly high flow of lawyers. Besides, lawyers are highly autonomous, and they share a lot of personality traits that distinguish them from ordinary people. Especially for talented lawyers, it’s very hard to manage and retain them. At the background of AI and big data, the law firm will face the strong impact of big data and artificial intelligence. Low-end, repetitive labor like legal search, simple drafting and contract review will be replaced by artificial intelligence, and the irreplaceable lawyers who have a wide range of sources, exquisite work competency, rich practical experience will be the most important core competitiveness of law firms. Therefore, how to retain talented lawyers is the foundation of the development of law firms. 
[bookmark: _Toc19572497]1.2 Research question 
Main research question:
How should the law firms in Jiujiang city retain talent under the Background of AI and Big Data? 
Three sub questions: 
Q1: Why do talented lawyers resign from law firms in Jiujiang City? 
Q2: How law firms retain talent and the effectiveness of these policies? 
Q3: What are the key factors in determining a lawyer's stay in a law firm under the Background of AI and Big Data? 

[bookmark: _Toc19572498]1.3 Research objectives
To explore the reasons for the resignation of talented lawyers of law firms in Jiujiang.
To identify the effectiveness of talent retention policies of law firms in Jiujiang.
To identify key factors affecting the retention of lawyers of law firms in Jiujiang City under the background of AI and big data. 
To establish the theoretical framework of talent retention of law firms in Jiujiang.
[bookmark: _Toc19572499]1.4 Contribution
This research aims to make a theoretical contribution to law firm talent retention theories. At the same time, the practical significance of this research is that it will provide useful approaches for law firms to retain talents in the context of AI and big data.
[bookmark: _Toc19572500]2. Literature review
[bookmark: _Toc19572501]2.1 Talent retention
The definition of talent and talent retention. In the era of the knowledge economy of the 21st century, talent - those who have the strongest performance, the greatest potential, or work in key jobs (Scott, McMullen and Royal, 2012), has become an important factor influencing the rapid development and even the rise and fall of enterprises. Talent management involved attracting, selecting, nurturing and retaining high-potential employees, including management and professional talent. How to retain talent is the most important part of talent management..(Stahl, 2011)  Retaining talent means saving costs, creating value and gaining a comparative advantage.(Lewis and Heckman, 2006) Talent retention refers to the ability of an organization to retain its outstanding employees.(Festing and Schäfer, 2014). However, many people believe that talent retention is related to the employer's efforts to retain employees. In this sense, talent retention is an organizational strategy.(Ott, Tolentino and Michailova, 2018)

The factors affecting talent retention. Factors affecting the retention of X-generation employees include compensation, security needs, leadership and driving force, job content, skills utilization, career development, work-life balance (Masibigiri and Nienaber, 2011).Irshad and Afridi( 2015)think that the factors affecting employee retention are divided into training and development, supervisor support, compensation and reward, job security , organizational culture, employee value matching, organizational fairness, organizational image and work environment.(Irshad and Afridi, 2015) And talents want to stay in an organization with similar values ​​that provides training opportunities, promotes participation and provides career development .(Ott, Tolentino and Michailova, 2018) Terera and Ngirande’s study showed that employee rewards lead to employee retention, but they do not lead to job satisfaction.(Terera and Ngirande, 2014, Scott, McMullen and Royal, 2012)Oladapo also tested the relationship between job security, salary and opportunity and retention rates.(Oladapo, 2014) When an organization wants to retain talent, it is important to focus on employee learning. Getting people to learn more new knowledge and skills during the work process will make it easier for them to stay in the organization..(Govaerts et al., 2011) Furthermore, companies must keep a good organizational culture and adopt competitive salary and recognition policies and the best facilities that can further help employees maintain a balance between work and life(Arora, 2012). Compared with salary and other monetary benefits, employees pay more attention to the organizational atmosphere and supportive senior management. Lee’s research results show that appreciation and stimulation of the employee have a large positive contribution to employee retention. (Lee, 2001) Kontoghiorghes and Frangou believe retention is a mutual satisfaction between the employer and employee, organizations designed as an innovative and flexible good performance system, characterized by high levels of respect and integrity, can retain talent much better.(Kontoghiorghes and Frangou, 2009) Interesting, There is a positive correlation between retention and age.(Govaerts et al., 2011)

In addition to the above factors, many scholars emphasize that leadership is a very important factor affecting talent retention. The emotional intelligence of managers was found to meaningfully correlate with talent retention cores. A substantial amount of the variability indirect report retention scores was accounted for by managers’ EI(Palmer and Gignac, 2012) Seniority and leadership skills have a positive correlation with talent retention too .(Lee, 2001) Responsible leadership - the support employees receive from managers - may be an important reason to connect them to the organization.(Doh, Stumpf and Tymon, 2012) Leader empowering behavior can make positive impact on role clarity, work engagement and psychological empowerment, with the final outcome being the retention of talent.(Fallen and Marius W, 2011) The leadership style also play an important role on talent retention during merger and acquisition integration in China (Zhang et al., 2015).

Research methods for talent retention. Masibigiri and Nienaber (2011) made an exploratory study about factors influencing the retention of Generation X company employees. They used a qualitative, empirical way and obtained the data through purposive sampling and in-depth interviews. (Masibigiri and Nienaber, 2011).And other researchers also did quantitative research about the talent retention in hospitals(Terera and Ngirande, 2014). Doh used a mixed method to conduct a comprehensive survey of talent retention for 28 Indian and global companies (Doh, Stumpf and Tymon, 2012).

[bookmark: _Toc19572502]2.2 Talent retention of law firm
Talent of law firms refers to high performing, diverse attorneys, who with deep theoretical knowledge and rich experience.(Lambert, Galanter and Palay, 2006)
“Managing lawyers is like herding cats.” lawyers share a lot of personality traits that distinguish them from the ordinary people. (Richard, 2002) Lawyers are such group with high skepticism, high urgency, high ego strength, high autonomy and low sociability. These qualities of lawyers make them difficult to manage and retain.
Yunsheng(2017)thinks Chinese lawyers are very special in these aspects: higher motivation to make an achievement, craving for a good working environment and team support, eager to play the autonomy of work, pay more attention to the improvement of personal professional ability, longing for fair returns and value identification, seeking a balance between work and family. Besides, racial and ethnic differences also play an important role in lawyer retention in USA (Payne-pikus and Nelson, 2019)

Factors affecting the talented lawyers retention. Dong (2014) pointed that the top three are the source, coordination, and distribution. This requires the law firm to provide the minimum guarantee of business, achieve business synergy, and ensure fair distribution. The law firm must build a platform with management, brand, investment, together with professional resources, which can play its maximum utility. (dongdong, 2014)However, most law firms rely on some monotonous, traditional incentives to retain talent. Law firms lack a real effective talent training and talent retention mechanism, resulting in frequent flow of lawyers.(Yongdong, 2015)Therefore, law firms should provide lawyers with a good working environment, various learning and communication opportunities, safeguard the legal practice rights of lawyers, establish incentives for young lawyers, and strive for various social resources to better retain lawyers.  (Hongjie, 2013) The main motivation for young lawyers to join a law firm is good income and career development. When these expectations are generally met, the lawyers will be disappointed by a lack of interesting work and a good interaction with partners (Forstenlechner and Lettice, 2008), poor work/life balance, high pressure, long working hours. When it comes to female lawyers, flexible timetables and recognition of their contributions are important factors in retaining female lawyers.(Patton, 2005)

[bookmark: _Toc19572503][bookmark: _Hlk19465374]2.3 Knowledge worker incentive theory
The famous American management scientist P. Druker (2000) first proposed the concept of knowledge workers, that is, those who master and use symbols and concepts, and use knowledge or information to work. According to FrancesHoribe (1984), a famous Canadian scholar, he said knowledge workers are those who use their brains more when creating wealth. They add value to their products and service through creative work. Woodruffe (1999), the father of Coca-Cola, emphasizes that knowledge workers are knowledgeable enough to use their knowledge to do work creatively. Innovation is the most characteristic of knowledge workers. Canadian knowledge management expert Francis Heribi (2004) believes that the essential feature of knowledge workers is that they have intellectual property as a means of production. They have these characteristics: strong motivation for achievement, strong willingness to move, difficult to monitor directly in the work process, difficult to measure labor results, contempt for authority, independence and autonomy. Age-related difference in the motivation of knowledge workers, different age of knowledge workers are different in their incentives. (Lord and Farrington, 2006) Peng Jianfeng and Zhang Wangjun,(2015) who specialize in the management of knowledge workers in China, summarized the characteristics of knowledge workers into the following aspects: They gained a lot of internal satisfaction from their work. Loyalty is more about your profession than your employer. In keeping with the professional development status, they need to constantly update their knowledge of their professionalism, which means that they rarely define work week as working hours and working days a week. They generally have higher remuneration, and they hope to have more freedom and decision-making power in their work, and also value support. The famous management master Drucker (1980) systematically expounded the particularity of the motivation of knowledge workers. He pointed out that knowledge workers are different from traditional manual workers. They are the assets of enterprises rather than the cost. The incentives for them should be paid attention to. The opportunities for them to learn and innovate at work make knowledge workers take the initiative in their work and make them have a sense of responsibility. Through a large number of investigations, Mahan Tham(1990) summed up the main characteristics of knowledge work, and proposed the main incentive factors of knowledge workers. Finally, based on this, the knowledge worker incentive model was established. He believes that the four main incentives that knowledge workers focus on are: individual growth, work autonomy, achievement, and money. The incentives for knowledge workers should not be based on money stimulation, but should focus on their individual development, work autonomy and business achievements.

In summary, as can be seen from the above literature, most of the research only stays on the description of the phenomenon of brain drain, and does not construct the theory and framework of talent retention. In addition, studies on the talent retention of law firms from the characteristics of the lawyer group is not deep, and the research methods are relatively simple too. Knowledge worker incentive theory provides a perspective for studying the retention of talents in law firms.

[bookmark: _Toc19572504]2.4 Research gap
Through literature research, it is found that in the field of talent retention, whether domestic or foreign, there is little systematic research on the talent retention of law firms. Many researchers have only analyzed the reasons for the loss of lawyers in law firms, and did not construct the theory of talented lawyers’ retention. In addition, the situation of talented lawyers’ retention in Jiujiang City is different from that of foreign countries and big cities. Therefore, the research gaps are: In theory, there is no set of theory on the incentives and retention of talent of law firms in Jiujiang City, China. In practice, there is no useful and detail guidance on talent retention for law firms in Jiujiang City to better retain talent.

[bookmark: _Toc19572505]3. Research philosophy-Interpretivism
Ontology refers to assumptions about the nature of reality (Mark Easterby-Smith, Richard Thorpe, 2015). Nominalism believes that the nature of reality is subjective and irrational, which means there is no truth of reality, facts are all created by human beings.(Mark Easterby-Smith, Richard Thorpe, 2015) It is a subjective view of reality that underpins this research, where the law firm is formed  by lawyers and other administrative staffs who create the reality in which they operate ( Aram and Salipante Jr. 2003). The social problem of lawyer retention is not objective but constructed by lawyers and law firm, it is necessary to consider the culture, thoughts, emotions, and values of the relevant people to understand this problem better and deeper. (Schwandt ,2000)

Epistemology concerns people's view of knowledge, that is, people's belief in the  knowledge and acquisition of knowledge, and how we can communicate knowledge to others (Burrell and Morgan 1979). The nature of interpretivism is that many aspects of ‘societal reality’ are constructed by people rather than by objective and external factors(Mark Easterby-Smith, Richard Thorpe, 2015). To study talent retention of law firms, we must start with the reasons for the lawyer's departure and the lawyer's needs and expectations. Attention should be paid to lawyers' interpretation of their work in law firms. The focus should be on the lawyer's thinking, feelings and concerns, as well as how they communicate with the law firm and how the law firm responds to them. (Walsham, 2006) Therefore, we should try to understand the different professional experiences of lawyers, from their perspective to explore the reasons for their departure, and what incentives to retain them. Instead of looking for external reasons and rules to explain their stay or leave. The choice of resignation stems from the inner feelings and thoughts of the lawyer, not the direct response to external stimuli.(Xiaotian, 2017a).

[bookmark: _Toc19572506]4. Research methodology
[bookmark: _Toc19572507]4.1 Approach to theory development-inductive approach
The inductive approach is a logic that derives general principles from specific examples. (Creswell, 2003) This kind of cognitive thinking runs through people's interpretation activities, constantly from the individual to the general, as well as from the specific things to the general rules of things.  Evidently, inductive reasoning is an inferential process from individuality to generality.(Walsham, 2006)

This research intends to use case study method to conduct in-depth research on talent retention of the law firms in Jiujiang City for finding out the generality of talent retention of law firm in Jiujiang City. It’s necessary to pay attention to the context of law firms.Qualitative data that collected by  semi-structured interviews, focus group interviews and observation will help to understand the problem from different views of people.(Mark Easterby-Smith, Richard Thorpe, 2015)

[bookmark: _Toc19572508]4.2 Methodologic choice- qualitative study
As mentioned above, the approach to theory development of this study is inductive. Research using an inductive approach to reasoning is probably to be concerned with the context in which such events take place. Therefore, the qualitative study might be more appropriate for the inductive approach. Qualitative study originates from the humanities and social sciences, with the researcher himself as a research tool.(Bhattacherjee, 2007)Denzin and Lincoln 2011). 

This research uses the qualitative study as a methodologic choice. Firstly, at the micro- level, the lawyers’ needs and expectations will be described and analyzed more detailly. Through a case study of small samples, it’s easy to understand the complexity(Remenyi et al., 2004) of talent retention in law firms more in-depth. Secondly, collecting data in an open manner and looking at talent retention in law firms from the perspective of the different parties, such as resigned lawyers, law firm managers, can better find out the influencing factors of lawyers’ retention in these aspects : lawyer's emotions, values, beliefs, sensitivity to new technologies, and interpersonal relationships.(Creswell, 2013) Therefore, this research question is very suitable for the qualitative research method.
[bookmark: _Hlk19160749].
[bookmark: _Toc19572509][bookmark: _Hlk18419647]4.3. Research strategy- single case study
[bookmark: _Toc19572510]4.3.1 Why choose single case study strategy?
Case study is more suitable for research questions such as “why” or “how” questions (Yin, 2017), especially for understanding the current phenomenon, finding new concepts and ideas, and even creating a theory. Scholars have already developed a set of principles, steps and methods of case study(Noor, 2008).  My research question is how should the partnership law firms in Jiujiang city retain talent under the Background of AI and Big Data? The research question needs to capture and track new situations and new reasons for lawyers' resignation in the context of AI and big data, and provide a deep description of the social phenomenon of talent loss in law firms. Therefore, this research question is very suitable for case study strategy.

Case study includes single case study and multiple case study. One of the most recognized roles in a single case study is to rebut and deny a widely accepted theory or do exploratory research on a unique social phenomenon that has never been seen before. (Flyberrg, 2006) In this study, the investigation of the reason for the lawyer's departure was used to test whether the knowledge worker incentive theory applied to the lawyer's retention and to identify other factors that apply to the lawyer's incentives.
[bookmark: _Toc19572511]4.3.2 Case selection
Case studies are not sampling studies, this is a fact recognized by all major researchers in this field, including Yin, Stake, Feagin, etc. However, the case chosen must be the most valuable and available for the study. (Tellis, 1997)

There are two reasons to choose Jiangxi X Law Firm for a case study. Firstly, it’s a typical case (Eisenhardt, 1989)which provides a rich material and multiple perspectives for researching lawyer incentives and lawyer retention. Jiangxi X Law Firm is a partnership law firm approved by the Jiangxi Provincial Department of Justice in October 2005. It has developed into the largest number of practicing lawyers in the Northern area of Jiangxi Province, with the best office conditions, distinctive business characteristics and large influence. However, the lawyers’ turnover rate of X Law Firm is still high. Secondly, I’m a part-time lawyer in X law firm, it’s convenient for me to do research there, so it’s easy to be successful.

[bookmark: _Toc19572512]5. Access and research ethics
[bookmark: _Toc19572513]5.1 Access
For traditional access, which includes face to-face interactions (semi-structured interviews, focus groups interviews, observations), telephone conversations (for telephone interviews), visiting data archives.(W.Creswell, 2013) I am a part-time lawyer of  X law firms in Jiujiang City. Which is very beneficial for me to collect qualitative data from the law firm. In addition, my research findings will help the law firm better retain talent and enhance its competitiveness. Under the premise that I guarantee their privacy and confidentiality of trade secrets, they will be happy to cooperate with my work.

For online access, which means  using different online resources to gather secondary data. Except for google scholar and other authoritative literature search sites, because I’m a teacher in a university, so I can search the most comprehensive cutting-edge literature from the university's paper library and electronic library. 

[bookmark: _Toc19572514]5.2 Research ethics
[bookmark: _Hlk18428627]Qualitative research requires researchers and participants to interact on the basis of mutual trust and mutual respect. Compared with quantitative research, researchers and participants will have a closer relationship, and the way they interact may be very sensitive. Therefore, special attention needs to be paid to research ethics in qualitative research. (Manxue, 2006)In the process of research, research ethics refer to the standards of behavior which guides you to conduct morally, not offending the rights of those who become the participants of your work. (Saunders, Thornhill and Lewis, 2016)

In the process of conducting the research, I will pay attention to the ethical issues in the following aspects:
[bookmark: _Hlk18440413]Firstly, For the participating individuals, before the interview, I will sincerely tell them the purpose of the research and the meaning of their participation, then obtain their written consent for participating.(Qu and Dumay, 2011) At the same time, I will sign a confidentiality agreement with them, telling them that all information will only be used anonymously and will not be published.(Mark Easterby-Smith, Richard Thorpe, 2015) In the course of the interview, I will create a friendly atmosphere, listen patiently, and gain the trust of the interviewees. Meanwhile I’ll fully respect the interviewees and do not ask the issues that make the interviewees embarrassed or feel humiliated. Finally, in order to maintain the objectivity of the interviews, the interviews will be recorded under the premise of the participants’ permission.(Walsham, 2006) 

Secondly, for the participating law firm, in the process of investigation, I’ll ensure the confidentiality of research data of the law firm and do not affect its normal working order. Meanwhile, I’ll Protect the law firm’s anonymity too.

Thirdly, for myself, as a female researcher, I must first ensure my own safety, not to meet the respondents in a remote and secret environment, but to maintain a reasonable distance from the respondents. Besides, Throughout the research process, I have to maintain integrity and objectivity.(Saunders, Thornhill and Lewis, 2016) The principles of anonymity, privacy, and confidentiality must be observed when analyzing and reporting research data. First-hand data should not be changed or made up and the results should not be forged, the sources of secondary data should also be clearly acknowledged too. Analyses and interpretations of data should be checked attentively and corrections made to ensure the accuracy of the research report and any other outcome(Mark Easterby-Smith, Richard Thorp,2015). Findings should be reported accurately and fully, regardless of whether it meets expectations. 

[bookmark: _Toc19572515]6. Research method and techniques
[bookmark: _Toc19572516]6.1 Data collection 
[bookmark: _Toc19572517]6.1.1 Semi-structured interviews
In semi-structured interviews, the researcher has a rough outline of interviews that contains some key questions. At the same time, researchers can flexibly make necessary adjustments based on the actual situation during the interview for exploring more valuable information on the research topic.(Saunders, Thornhill and Lewis, 2016) This interview method allows you to understand a problem in depth without losing direction, and you can be both flexible and systematic at the same time.(Whiting, 2008)

This research is an exploratory one, it’s a good choice to conduct semi-structured interviews to capture the voices and the ways lawyers make meaning of their experiences, (Rabionet, 2011)and understand all individual and organizational factors and context related to talent retention of law firms.(Barriball and Rgn, 1994) The Semi-structured interviews of this research are conducted in two parts. The first part is the lawyers who left the job, and the second part is the managers of the law firm. By interviewing resigned lawyers, motivations and reasons for their departure can be directly revealed. Managers have a comprehensive understanding of the talent incentives and talent retention systems of the law firm and the effectiveness of implementing these systems. 

There is an old saying that“ prior planning prevents poor performance”. Fortunately, I’m very familiar with the law firm, so I can easily get in touch with the law firm's managers and get a list of resigned lawyers and their contact details. But I still need to be knowledgeable about the research topic by reviewing related literature, which will make them feel that I am more rigorous and professional. It’s necessary to develop interview topics and give information to the interviewees before the interview.(Saunders, Thornhill and Lewis, 2016) The manager's interview theme is the talent incentive and retention measures of the law firm and its impact, as well as the reasons for brain drain. The interview themes of resigned lawyers are: reasons for leaving, relation between resignation and law firm's talent incentive retention system. In addition, an appropriate interview location will do help for interview effect.(Barriball and Rgn, 1994) In the interview, my lawyer status will help me to get closer to the interviewees, and it is easier to build mutual trust. And I know how to deal with lawyers, open and probing questions should be asked more to dig deep into the factors deciding whether a lawyer resigns or stays in a law firm. Throughout the process, attention should be paid to listening carefully, taking notes and making a timely and complete record. (Qu and Dumay, 2011)

[bookmark: _Toc19572518]6.1.2 Focus group interviews
The emphasis of focus group interview is on the interaction between individuals and the content of what is discussed.(Saunders, Thornhill and Lewis, 2016)In focus group interview, participants feel empowered as they are treated as experts, meanwhile, they are not required to provide immediate response, they can inspire each other. It’s particularly appropriate in collectivistic societies, like China, people are comfortable in a group when being asked about opinions.

The lawyers working in the X law firm will be divided into several groups, each group with about 10 lawyers. within each group, participants have a similar status and similar work experiences. (Guest, Bunce and Johnson, 2006) The themes of focus group interview are: working motives, disappointment about the law firm, working conditions, appreciations, work/life balance, partnership, individual development, work autonomy .To realize the advantages of a focus group interview, it is important to encourage every person in a group to take part in the discussion.(Bhattacharjee, 2007)  After the third or fourth group interview ,if there are no new information received ,it has been reached saturation. (Guest, Bunce and Johnson, 2006)The process should be carefully managed and key point should be noted at the same time. However, it should be noted that the researcher cannot intervene too much to avoid contaminating the entire interview. (Saunders, Thornhill and Lewis, 2016)An assistant will help me to audio- record the whole group interviews while I can carefully manage the process and grasp the essence of interview.
[bookmark: _Toc19572519]6.1.3 Participant observation -Participant-as-observer
participant observation can give you the opportunity to delve into the details of certain things and the internals of certain groups; in case studies, it can be observed from the perspective of an insider rather than an outsider, which is of great significance for accurately describing the case.(Xiaotian, 2009)I’m a part-time lawyer in X law firm, it’s a good opportunity for me to be a participant as observer. Through daily interactions and work connections, I can better understand the views of other lawyers on the law firm's incentive and retention system and their internal needs and expectations. But the difficulty I have to overcome is to remain neutral and objective, not to be influenced by the opinions of the majority, and taking descriptive fieldnotes and reflective fieldnotes  in time.(Becker and Geer, 1958)

[bookmark: _Toc19572520]6.2 Date analysis 
Data analysis is the key to test a theory or construct a new theory, and it is also the most difficult part. ( Miles&Huberman1994) Data analysis means you play with the data systematically and skillful, then the data will give you a big surprise. The principle of data processing should be defined before the beginning of data analysis, and the process of data analysis needs to be recorded, and this work need to be explained in the paper later. Data analysis is not going to happen until the data collection is completed, and the two actually start almost simultaneously. After the initial data collection, analysis is needed, and the data is further collected according to the analysis conclusion, so iteratively. In doing data analysis, I tend to use the qualitative data analysis and interpretation methods and techniques summarized by Susan.(Spiggle, 1994)

Categorization. Categorization is the process of classifying or marking data units. The essence of classification is to divide the data into different categories according to different themes and label them. I will categorize the date at the initial stage of data analysis and later. Other operations depend on the initial identification of some categories. However, the initial category is a temporary one, flexible use of subsequent interpretations will be allowed.
 
Abstraction. One of the main objectives of qualitative research is to create concepts that form the basis of theory. Initially, the concept may be just an extension of the code; at a later stage, there may be more abstract conceptualization(Alan Bryman, 2006). So, abstraction builds on categorization. 

Comparison. Compare differences and similarities in events in currently collected data and provide guidance on collecting additional data. In the initial stages of classifying and abstracting data, the data should be compared. For similar data, they are marked as representing the same category. As the analysis progresses, a systematic and systematic comparison of the data is required. And this comparison goes through the entire process of data collection and data analysis(Spiggle, 1994).

Dimensionalization. Dimensionalization involves identifying categories and constructed attributes. Once a category is defined, I can explore its attributes or characteristics along a continuity or dimension(Spiggle, 1994). Dimensionalization helps to construct the theory in two ways. By systematically exploring empirical variables that represent constructed events, I can clarify and enrich their conceptual implications. In addition, the identification of attributes and their dimensions allow researchers to explore and define relationships between different categories and structures.
 
Integration. The goal of analytical techniques is to build data-based theories. The construction of the theory allows analysts to go beyond the identification of themes and even propositions (Spiggle, 1994). According to Strauss and Corbin (1990), axial coding and selective coding can integrate the categories and constructs that the researcher has defined. Axil coding means select the main category, connecting it systematically with other categories, verifying the relationship between them (Dangzhu, 2019). Selective coding involves moving to a higher level of abstraction by using developed paradigm constructs, specifying relationships, and describing core categories or constructs around which other categories and constructs rotate and relate them to each other.(Alan Bryman, 2006)

Iteration. Iteration refers to move data collection and data analysis in a manner that shapes subsequent operations in previous operations. Iteration means that the investigator does not perform a specific research phase in order, but moves back and forth between phases(Alan Bryman, 2006). The role of iteration in qualitative data analysis is not a repetitive mechanical task(Srivastava and Hopwood, 2009), but a reflective process, which is the key to stimulating insight and developing significance
[bookmark: _Toc19572521]6.3 Reliability and validity
[bookmark: _Toc19572522]6.3.1 Reliability
The reliability of the qualitative study is the degree to which the investigator's recorded data is consistent with what actually happened in the natural context is considered.(Manxue, 2006) Just like examining whether a legal evidence is true or not. Internal reliability refers to ensure consistency in a research program. External reliability refers to whether the techniques and analysis procedures of data collection produce consistent results if you repeat them on another occasion or other researchers replicate them(Mark Easterby-Smith, Richard Thorpe, 2015). Researcher mistake, researcher prejudice, participant mistake, and participant prejudice should be avoided to threaten reliability.(Saunders, Thornhill and Lewis, 2016)

I will guarantee the reliability of the research from the following aspects: Firstly, avoid bias and errors. When doing interviews, I will think about the time and place of the interview, so as not to affect the authenticity of interviewees’ response. Secondly, objective note taking. Within interviews, take detailed note and use a digital device to record, then ask the participants to check out. Thirdly, date management. Establish a database using systematic topic classification method, which helps to manage and utilize the data efficiently, and it is also beneficial for others to access the data. Fourthly, process management. The process and procedures of data collection and data analysis should be documented, then being described in the final report.(Mays and Pope, 1995)
[bookmark: _Toc19572523]6.3.2 Validity
Validity means the appropriateness of the measures used, the accuracy of the results analysis and the universality of the research outcome.(Saunders, Thornhill and Lewis, 2016) I will use the following techniques to ensure the validity of the research: Firstly, Triangulation. Triangulation refers to use more than one source of data and method of collection to ensure the validity of research data (Yin, 2017). In this study, I intend to use semi-structured interview, focus group interview and participant observation for data collection, confirm new discoveries through aggregation and mutual verification of multiple data. So triangular verification of different materials is conducive to improving the validity of the study. Secondly, participant feedback. Sending research data back to participants to allow them to confirm its accuracy(Baxter Pamela and Jack, 1990), allowing them to comment on and correct it or verify it. Thirdly, peer review. Discussing the research progress and result with colleagues, and making corresponding adjustments based on their feedback can help improve the validity of the research.

[bookmark: _Toc19572524]Conclusion
 Focusing on research question “How should the law firms in Jiujiang city retain talent under the Background of AI and Big Data?”, this paper starts with the research background, finds the research gap through literature review, and then analyzes the research significance and value. 
The philosophy of this research is interpretivism with a subjective ontology and a constructive epistemology. The approach to theory development is inductive based on a qualitative study. The research strategy is a single case study on a typical law firm in Jiujiang. Semi-structured interviews, focus group interviews, and participant observation will be used to collect qualitative data, then the data will be analyzed systematically and skillfully.
This research aims to make a theoretical contribution to law firm talent retention theories. At the same time, the practical significance of this research is that it will provide useful approaches for law firms to retain talents in the context of AI and big data.
In short, this is just a research plan. When implementing the research, if necessary, appropriate adjustments will be made to better achieve the research aim.

[bookmark: _Toc19572525]Part two：Reflective essay
Reflections on qualitative and quantitative analysis

1. Understanding of the definition of qualitative analysis and quantitative analysis
Qualitative analysis is exploratory analysis which is used to gain an understanding of underlying motivations, opinions, reasons. Qualitative analysis refers to conducted in-depth and meticulous research on social phenomena by means of field experiences, interviews, observations and literature analysis. 
Quantitative analysis refers to using data to prove causality, verify assumptions or presuppositions.
2. Similarities between quantitative analysis and qualitative analysis
 Firstly, both are effective research method to answer the research question, and both can be used to do social science research. 
Secondly, both can use archive research and case study as research strategies. 
Thirdly, the techniques and procedures of both include data collection and data analysis.

3. Differences between quantitative analysis and qualitative analysis 
Firstly, the ontology is different. the ontology of quantitative analysis is realism, but the ontology of qualitative analysis is nominalism. Realism believes that the existence or natural things are independent of human thoughts and consciousness. In short, the world is concrete and objective. There is only a single truth. The factual existence of facts can only be revealed by people. However, nominalism believes that there is no objective fact, the world is subjective, and all facts and concepts are created by human beings.
Secondly, the epistemology is different. The epistemology of quantitative analysis is positivism, but the epistemology of qualitative analysis is social constructionism.  Positivism believes that researchers should be independent, conduct research through hypotheses and inferences, and a large number of  sampling selected randomly to prove causality. Corresponding to positivism, constructivism advocates that the world is complex, and researchers must go deep into life to study the experiences and thoughts of people living in this world from a subtle perspective, then abstract the concept and essence of things through language and words.
Thirdly, the approach of theory development is different.  The logical idea of quantitative research is from abstract to concrete, from general principles to specific situation, it’s deductive reasoning. Usually the researcher proposes a proposition and hypothesis, and then demonstrates the hypothesis true or false by collecting date and date analysis. But the logical idea of qualitative research is from concrete to abstract, from specific situation to general principles, it follows an inductive reasoning. Qualitative research is based on specific questions, through interviews, observations and other methods to penetrate into the essence of the problem to find a solution, it’s inductive reasoning. 
Fourthly, the research aim is different. Quantitative analysis validates hypotheses and theories by determining causal relationships and interactions among variables.. Qualitative analysis focus on the subjective feelings of people and the meaning of their lives for explaining social phenomena, then generate theories.
Fifthly, the researcher's position is different. In quantitative research, in order to conduct objective and fair research on social phenomena, it is emphasized that researchers must be independent from research to avoid bias. However, Qualitative research tends to understand the world from the perspective of participants and the researchers, so the researchers are the most important research tools. 
Sixthly, the research strategy is different. Quantitative analysis is generally using the experiment and survey as strategy to collect data. Qualitative analysis is usually adopting the ethnography, action research, grounded theory, narrative inquiry as strategies to collect data.(Saunders, Thornhill and Lewis, 2016)These strategies facilitate the detailed, in-depth, dynamic description and analysis of a micro level in natural context, also do help to understand the psychological state and meaning construction of the people you do research on. Therefore, the basis of quantitative analysis is mainly the actual data obtained from the survey. The basis of qualitative analysis is a large number of historical facts and life experience materials.(Xiaotian, 2017b) 
Seventhly, the way of data collection is different. quantitative research generally needs to conduct a closed (structured) questionnaire interview on a certain number of representative samples, and then enter, organize and analyze the data of the survey s(Mark Easterby-Smith, Richard Thorpe, 2015).. The data of quantitative research is usually concrete and numerical. Qualitative research often use interview (semi-structured or structured) and observation as ways to collect data. and the data of qualitative research more dependent on the participation of researchers and the analysis of the situation, it’s relatively subjective. The form of qualitative data is diverse, with text, video, audio, and so on. 
Eighthly, the outcome of research is different. The outcome of quantitative analysis is confirmation of theories or theory-testing, but the outcome of quantitative analysis is theory generation or new insight or maybe no outcome. So, the researcher of qualitative analysis should be very careful about every detail and pay attention to the whole research procedure, and you should be open-minded and exploratory to new findings to dig out your research question.

4. I think quantitative analysis is easier to use.
Firstly, the ontology of quantitative analysis is realism, it’s easier to answer a single reality. For instance, do the senior managers in the estate company use office software? You can do a survey to get the answer. It’s a direct and focus question, you don’t need to think about other problems and factors involving culture and social context.
Secondly, epistemology of quantitative analysis is positivism, focusing only on analyzing and verifying facts, then data is easier. For example, how many senior managers use the office software in the estate company? You can send questionnaire, then do statistics for the result.
Thirdly, the approach of theory development of quantitative analysis is a deduction, the process of reasoning is clearer and easier. Because quantitative analysis involves the relationship between theory and data. Deductive reasoning uses existing literature and theory to form hypotheses or propositions. If the analysis outcomes are consistent, then the theory is proved to be acceptable. If the analysis outcomes are not consistent, then the theory is falsified, then the test fails(Mark Easterby-Smith, Richard Thorpe, 2015). Therefore, the outcome of quantitative analysis is very concrete and clear, it also can be justified efficiently, you will not waste too much time to find out the truth you are still uncertain about.
[bookmark: _Hlk16002791][bookmark: _Hlk16193418]Fourthly, the date collection of quantitative analysis is easier. The key of quantitative analysis is collecting quantitative data and establishing models. The ways of collection of quantitative are questionnaires, structured interviews and structured observation. Especially questionnaires can be done by email or website, it can save a lot of time and money for the researcher. The ways of data collection of quantitative analysis are easier done than those ways of data collection of qualitative research, such as in-depth interview, semi-structured interview and observations. Finally, the data of quantitative analysis is usually numeral and measurable, and the results analyzed by models and statistic software also tend to have the advantages of reliability and validity (Saunders, Thornhill and Lewis, 2016).Therefore, if you are good at math and statistic software, the quantitative analysis will answer your research question more intuitively, concisely and accurately.

5. I would prefer to use qualitative analysis in my doctoral research 
First of all, the research method that can answer the research question well is the best. The research question of my doctoral thesis has not been determined yet. But I’m interested in such research questions about people's emotions, values, meanings, and relationships, my doctoral research will focus on this field.
Secondly, my research philosophy is interpretivism, interpretivist paradigm is suitable for qualitative analysis. According to the test of heightening your awareness of your research philosophy(HARP)((Saunders, Thornhill and Lewis, 2016), my research philosophy is interpretivism .HARP is a reflexive tool which has been designed by Bristow and Saunders to help people to explore their research philosophy. HARP is just a beginning point for enabling people to ask themselves more refined questions about how they see research, but it still makes sense. From my values, life experience, and academic background, my research philosophy matches interpretivism very well. I’m a private law professional, the object of law study is complex legal relations that focus on the relationship between people. As a lawyer, I study every case and every detail to pursue justice and fairness. Since the social life is very complicated, in my opinion, social science can’t be interpreted and judged only by numbers and models. We need more deeply and subtle research analysis to understand the social problem, so I prefer qualitative analysis and have more enthusiasm for it.

Conclusion
There is no best research method in the world, only the right research method. Research methods must be suitable for research questions. In addition, researchers are the key, no matter what research method is used, researchers can only achieve good results by following research norms and procedures strictly.
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